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Abstract  
 This paper focuses on testing the impact of managers’ emotional 
intelligence on employees work life balance in Jordanian private hospitals. 6 
out of 13 hospitals were randomly selected, and 300 employees from non-
managerial levels were surveyed using the questionnaire. 286 questionnaires 
were also analyzed. The most important findings of the study show that the 
managers in the examined hospitals have emotional intelligence skills, and the 
studied hospitals provide their employees with work life balance activities. The 
results of multiple regression revealed that there is a statistically significant 
impact of managers’ (empathy and social skills) on employees’ work life 
balance. The study revealed that there are differences of respondents’ 
perception of work life balance initiative due to their gender, while there are 
no differences of employees’ perception due to their marital status and number 
of children. Based on the results, the researcher recommended that more 
attention should be given to boost managers and employees emotional 
intelligence skills, and to broaden the scope of the provided work life balance 
activities in health care organizations and hospitals in particular. 
 
Keywords: Emotional Intelligence, Work Life Balance, Jordanian Private 
Hospitals   
 
1. INTRODUCTION 
 Lately, business organizations are confronting a number of 
unprecedented challenges; globalization, intense competition, speed and fast 
response, ethical practices, and social responsibility (Daft, 2010). However, 
this was accompanied by uncertain (dynamic and complex) external 
environment (Wheelen & Hunger, 2013) that makes it more difficult for these 
organizations, whether manufacturing or services, to survive or prosper 
(Mathur et al., 2013; Tang & Gao, 2012).  
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 According to Avgar et al. (2011) and Singh and Kassa (2016), 
organizations can face the external obstacles through positive satisfactory 
internal environment. Johnson et al. (2008) pointed out that the core of 
organizations internal environment is human resources.  Organizations will 
rely on their competent loyal human resources to achieve the intended 
objectives together with a sufficient strategic proposition (Kaliannan et al., 
2016; Dessler, 2014). The issue is not any more connected with attracting 
qualifications. Nevertheless, retaining and energizing them to create and 
perform in outstanding level is a decisive case (Peters et al., 2010). In addition, 
reducing turnover rate recently represents another challenge to business 
organizations (Saima & Zohair, 2016). Gupta (2014) indicated that employees’ 
satisfaction is the key to positive attitudes and actions. Many researchers 
(Chiva & Alegre, 2008; Latif et al., 2013; Yadav et al., 2017) confirmed that 
employees’ satisfaction leads to happiness, loyalty, commitment, efficient 
performance and productivity, plus low turnover rate. Organizations should 
endeavor never to stop finding satisfaction means, especially based on the fact 
that diverse human resources make the task more difficult (Robbins & Judge, 
2013). This is in addition to employees’ un-similarity reflected in complicating 
their satisfaction procedures also (Bakir, 2017a).  
Lee et al. (2015) and Azeem and Altalhi (2015) commented that 
achieving balance between job requirements and personal life promotes 
employees’ satisfaction. 
 Eid (2016) underlined the role of employees’ satisfaction in promoting 
Jordanian hospitals performance.  
 Goodwin and Richards (2017) discovered that those who are not 
supported by work- life balance activities recorded high level of 
dissatisfaction, and their determination to leave the job increased.   
 Sharma et al. (2016) stated that when employees experience hard 
working conditions, work life balance initiatives uphold their satisfaction, 
particularly those who are working at health care organizations mainly 
hospitals. 
 Hospitals’ employees are specifically exposed to sophisticated 
conditions; number and type of stressors are different than any other work 
place. They have to be ready 24/7 for any emergency call (Al-khasawneh & 
Moh, 2013). Thus, this is in addition to the sensitivity of the service itself that 
they provide. Hospitals’ employees deal with special type of customers 
(Mathur et al., 2013). Furthermore, patients need direct medical care and their 
psychological status necessitates attention (Avgar et al., 2011; Chahal & 
Mehta, 2013). 
 Many thinkers were interested in hospitals employees’ needs, and they 
shed more light on the role of leaders in meeting followers’ demands (Lakshmi 
et al., 2012; Yadav et al., 2017; Mohammad et al., 2011; Parand et al., 2014). 
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It also enables them to achieve the right work life balance between work 
requirements and personal life (Poulose & Sudarsan, 2017).  
 Leader’s legitimate power is not enough to guarantee employees’ 
involvement and cooperation (Luthans, 2012). Additionally, leader’s 
emotions, spiritual capabilities, and feelings that go beyond the formal roles 
are critical for a leader’s effectiveness (Bakir, 2017b).  
 Mudra (2016) and Bedi and Kaur (2014) affirmed that work life 
balance and employees’ satisfaction are not an individual issue. As a result, 
managers are accountable for building a convenient work environment. 
 Fowlie and Wood (2009) and McCleskey (2014) stated that emotional 
intelligence (EI) and managers’ ability to understand employees’ emotions, 
fears, and problems is vital for creating a comfortable work environment.  
 Dabke (2016) mentioned that Emotional Intelligence (EI) enables 
leaders to empower subordinates for better performance. Locke (2009) and 
Alfonso et al. (2016) proved that managers’ Emotional Intelligence (EI) 
capabilities support employees’ positive feelings and boost their ability to get 
the right balance between family and work duties. 
 Accordingly, this study has 4 purposes: first, to examine if managers in 
Jordanian private hospitals have Emotional Intelligence (EI) skills.  
 The second purpose is to examine if Jordanian private hospitals have 
work life balance initiatives, and the third is to examine the impact of 
managers’ Emotional Intelligence (EI) on achieving employees’ work- life 
balance. The fourth purpose is to test if there are any differences in employees’ 
perception of work life balance initiatives due to their Gender, marital status, 
and number of children. 
 
2. THE STUDY’S PROBLEM 
 Private hospitals in Jordan face the same challenges as other business 
organizations. They had to survive and remain competitive in a changing 
environment. As the number of health providers increased, all hospitals are 
competing to attract patients through providing better services. This is 
dependent mainly on qualified employees and on the employees’ readiness to 
perform better than their peers in other hospitals. Meanwhile, it is not easy to 
stimulate unsatisfied employees to be excellent. Hospitals’ staff experiences 
numerous difficulties which is essential in their attempts to get the balance 
between job requirements and personal life.  
 Makabe et al. (2015), Kumar and Chakraborty (2013), and Rama and 
Nagini (2014) proved that work life balance is an essential factor for 
employees’ satisfaction in the health sector. 
 Consequently, managers are obliged to find solutions. Emotional 
Intelligence (EI) skills help to put employees in the right path, and broaden the 
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perception of employees’ problems, particularly the conflict between life 
burden inside the hospital and outside.  
 Accordingly, the researcher is trying, through this study, to answer the 
following questions:  
1. Do managers in Jordanian private hospitals have Emotional 
Intelligence (EI) Skills?  
2. Do Jordanian private hospitals have work life balance initiatives?  
3. What is the impact of managers’ Emotional Intelligence (EI) skills in 
achieving employees’ work life balance?  
4. Are there any differences in employees’ perception of work life balance 
initiatives due to their Gender, marital status, and number of children?  
 
3. STUDY’S HYPOTHESES AND MODEL 
 H1: Managers in Jordanian Private Hospitals have emotional 
intelligence skills. 
 H2: Jordanian Private Hospitals have work life balance initiatives. 
 H3: Managers’ emotional intelligence (self-awareness, self-
management, self-motivation, empathy, and social skills) positively affect 
employees’ work life balance. 
 H4: There are statistically significant differences in employees’ 
perception of work life balance initiatives due to demographic characteristics 
(Gender, marital status, and number of children).  
Independent Variable/s      Dependent variable  
Emotional Intelligence       
 
      H3 
 
 
 
 
                H4 
 
 
 
 
 
4. LITERATURE REVIEW AND THEORETICAL BACKGROUND  
4.1. Emotional Intelligence (EI) 
 Emotional intelligence as a concept have attracted the attention of 
psychologists many years ago, and it has developed step by step to become one 
of the basic subjects in organizations’ behavior and leadership (Chiva & 
Self-awareness  
Self-management  
Self-motivation  
Empathy  
Social Skills  
 
 
 
 
 
 
 
appraisal) 
 
Work life balance 
Demographic characteristics (gender, marital status, and number of children  
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Alegre, 2008), particularly in people-centered organizations (Armstrong, 
2006).  
 According to Dabke (2016), Emotional Intelligence (EI) began in the 
year 1920; thus, this was when Thorndike considered the social intelligence as 
a critical source of people’s success. 
 McCleskey (2014) illustrated that after 1920, the term used to express 
individuals’ interpersonal and intrapersonal skills was compatible with 
Gardner theory of multiple intelligence. This theory stated that individual’s 
promotion depends on more than his/ her IQ, social skills and the ability to 
understand ones and others feelings, emotions, motivations, and fears are 
important too (Asiamah, 2017).   
 Salehi et al. (2016) declared that Emotional Intelligence (EI) is not 
separated from IQ, but both can be used smartly in work place. Emotions are 
responsible for 80% of employees’ success, while just 20% is attributed to IQ.  
 
4.1.1. Emotional Intelligence (EI) Models and Constitutions   
 Robbins and Judge (2013) argued that Emotional Intelligence (EI) 
constitutions have a sequential form. Mostly all Emotional Intelligence (EI) 
models started with realizing feelings and emotions of one’s self and others, 
and understanding the content of these feelings and emotions to be able to take 
actions accordingly (Armstrong, 2006). The ability-based model, for example, 
proposed four dimensions of Emotional Intelligence (EI); the first is Emotional 
Perception, followed by Emotional Understanding, the third is Emotional Use, 
and the fourth dimension is Emotional Management (Daus & Ashkanasy, 
2005). 
 Meanwhile, the most popular model is the five dimensions model 
which was developed by Goleman (1998). This model expressed the 
complementary pattern of managing self and others’ emotions (Torrington et 
al., 2011).  
 Golemans’ model comprised of three (3) self-dimensions (self-
awareness, self-management, self-motivation) and it also deals with others two 
(2) dimensions (empathy and social skills) (Dessler, 2014; Alfonso et al., 
2016). 
 The First and the Prerequisite of Other Dimensions is Self-Awareness 
 This is the corner stone of Emotional Intelligence (EI) (Hopkins & 
Yonker, 2015). It can be expressed by the individual’s ability to understand 
his/her feelings, moods, emotions, and their drives (Robbins & Judge, 2013). 
It also helps them to identify their weakness and strengths in order to avoid 
weakness and take advantage of their strengths to have a significant impact on 
others (Jiang, 2014). 
 The second dimension is Self-management or (Self- Regulation).    
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 Stubbs and Wolff (2008) articulated that self-management will not be 
achieved without self-awareness. Those who recorded levels of self-
management have the ability to control and direct their moods and feelings (to 
think before acting).  
 Luthans (2012) opined that in self-management, the individual get rid 
of unfavorable feelings that is capable to have a means of controlling anger 
and disruptive emotions. 
 McKeown and Bates (2013) pointed that persons who are characterized 
by self-management are trustworthy in achieving good levels of integrity; they 
are conscientiously responsible for personal performance and fulfillment of 
obligations. In addition, they are able to adapt and possess means of flexibility 
in the face of change as stated by Santos et al. (2015).  
 The third dimension is Self-motivation.  
 However, those with high self-motivation can easily determine their 
objectives (Gibson et al., 2012). They can stimulate their interior courage to 
achieve their own aims, realize (beyond money and status) their achievement 
motivators, and are also able to mobilize others to attain their goals and 
objectives (Lam & O’Higgins, 2012). 
 According to Zhang et al. (2015), people with self-motivation are 
innovators and success seekers.  
 The next two dimensions (empathy and social skills) relied on the 
individual’s proficiency in interacting successfully with others (Robbins & 
Judge, 2013). 
 Empathy (social awareness) is linked with the ability to comprehend 
others’ feelings and emotions and act accordingly (Gibson et al., 2012). In spite 
of the intersection between sympathy and empathy, the two concepts are not 
the same, but they are both indispensable to have Emotional Intelligence (EI) 
skills. The first makes the individual feel bad in regards to the suffering of 
others, while the second gives him/ her the potency to provide assistance and 
support (Alfonso et al., 2016). 
 Shafiq and RANA (2016) perceived empathy as a tool for creating a 
healthy atmosphere inside organizations.  
 Social skills are the fifth dimension.  
 It involves constructing positive links, strengthening mutually 
beneficial relationships with others, and inspiring a climate of harmony among 
organization’s members (Chiva & Alegre, 2008). 
 Those with social skills possess communication and listening skills, 
work within team spirit, and can easily achieve group objectives (Stubbs & 
Wolff, 2008).     
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4.1.2. Benefits of Emotional Intelligence (EI)  
 Long et al. (2016) argued that EI is more pivotal in services 
organizations, particularly when quality level is associated with the service 
itself. In their research, they concluded that Emotional Intelligence (EI) 
enables individuals to interact in a constructive manner with colleagues, 
subordinates, managers, and with customers also. Bedi and Kaur (2014) 
revealed that Emotional Intelligence (EI) enhances employees’ positive 
perception of work environment and promotes their job satisfaction.  
 Shafiq and RANA (2016) results asserted that Emotional Intelligence 
(EI) reinforces Pakistanis college teachers’ capabilities to understand students, 
to be tolerant, patient, control their temper and the most important able to 
handle the conflict between life and job requirements in a balanced manner. 
According to Torrington et al. (2011), those with Emotional Intelligence (EI) 
skills are able to overcome problems that resulted from uncertainty and 
ambiguity in the work place. 
 Tang and Gao (2012) proved that those with Emotional Intelligence 
(EI) are eager to be involved in organizational change rather than being neutral, 
or resist change.   
 At work team level, Ghosh et al. (2012) indicated that Emotional 
Intelligence (EI) empowers team members to set collective objectives, and 
design the right means of obtaining the intended results. 
 However, Hopkins and Yonker (2015) referred that Emotional 
Intelligence (EI) minimizes disagreements and conflict among team members 
and it supports team cohesion. Clarke (2010) underlined the impact of 
Emotional Intelligence (EI) in achieving a sufficient level of synergy between 
team members, and it also has a positive influence on team outcomes. 
 Stubbs and Wolff (2008) pointed out that Emotional Intelligence (EI) 
facilitates valued interaction among team members and promotes learning 
from each other. Meanwhile, Arfara and Samanta (2016) clarified that 
Emotional Intelligence (EI) instilled mutual trust and reinforced team members 
knowledge sharing. Bedi and Kaur (2014) findings show that Emotional 
Intelligence (EI) fosters individuals’ work life balance. 
 At the leadership and managers level, the results obtained by the study 
of Hui-Wen et al. (2010) and Salehi et al. (2016) indicated that Emotional 
Intelligence (EI) ingenuity is substantial for leadership success. Therefore, 
Emotional Intelligence (EI) is considered as one of the basic characteristics 
leaders must have in any profession.  
 The study of Jiang (2014) stated that managers with Emotional 
Intelligence (EI) proficiencies are able to convince others easily and utilize 
their influence to gain subordinates’ voluntary compliance.  
 Torrington et al. (2011) added that Emotional Intelligence (EI) skills 
distinguish the leader managers from non-leaders.  
European Scientific Journal September 2018 edition Vol.14, No.25 ISSN: 1857 – 7881 (Print) e - ISSN 1857- 7431 
263 
4.2. Work Life Balance (WLB) 
 Work life balance stems from the fact that employees have multiple 
responsibilities at work and at their personal life (Robbins & Judge, 2013; Haar 
et al., 2014).  
 The limitation of available time and resources led to a state of 
contradiction of employees’ obligations (Pandita & Singhal, 2017). The 
overload resulted in unpleasant consequences on the life of the employees, Job 
stress, depression, and sometimes burnout (Kaliannan et al., 2016; Jamal, 
2013). However, the most serious negative impacts of work life imbalance are 
in regards to employees’ performance level and their turnover rate (Hughes & 
Bozionelos, 2007). It was proved that employees’ efficiency, productivity, 
their loyalty, and their organizational commitment decreased with the state of 
imbalance, and their intention to leave work increased (Locke, 2009). 
Accordingly, organizations realized that work life balance problem goes 
beyond employees’ level as managers are involved too (Avgar et al., 2011). 
Managers had to utilize their capabilities, talents, communication skills, and 
their formal authority to solve employees’ work life balance dilemma (Borah 
& Bagl, 2016). The proposed initiatives exceed short term actions, while WLB 
objectives were recently promoted to be part of organizations’ mission and its 
main strategies (Khan & Agha, 2013).  
 
4.2.1. Work Life Balance (WLB) Initiatives 
 WLB initiatives had two themes; the first described organizations’ 
support activities, and management’s endeavors to assist employees in 
allocating their available time, energy, and efforts between work duties and 
other aspects in life (Saima & Zohair, 2016; Sharma et al., 2016). The objective 
is to enable employees to have time for job tasks fulfillment in addition to 
family, friends and social life and, above all, for him/ herself (Tanushree, 
2013). Torrington et al. (2011) mentioned that in its beginnings, work life 
balance actions was introduced in the form of maternity leaves and other 
related leaves before and after giving birth, as a clue of  organizational 
compliance to working women rights. Later, the scope and number of leaves 
extended to encompass parental leave, childcare leave, sick leave, etc.  
 Consequently, organizations have started to offer childcare options 
whether by establishing a childcare center within the workplace, or by paying 
childcare allowance (Yang et al., 2017).  
 Recently, organizations are engaged also in various set of practices 
such as Telecommuting, where employees are ready to spend more time 
working from home especially when there are children and or old persons who 
need continuous care (Poulose & Sudarsan, 2017). They can complete all the 
required tasks using information technology from places other than the office 
(Mudra, 2016). Flexible working hours is another proposition, especially in 
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24/7 services organizations e.g. hospitals and hospitality firms (Khan & Agha, 
2013). WLB interventions can also include managing stress training courses to 
enhance employees’ adaptation capabilities, in addition to special consultation 
by management or specialists (Sharma et al., 2016).   
 The second theme was connected with researcher’s interest to examine 
the relationship between employees’ demographic characteristics and their 
perception and satisfaction of work life balance initiatives. Gender perception 
had the largest portion based on the researchers concern e.g. Emslie and Hunt 
(2009); Doble and Supriya (2010); Fujimoto et al. (2013); Kakkar and 
Bhandari (2016).    
 Meanwhile, Rehman and Azam (2012) were more interested in female 
entrepreneurs and the difficulties they face, especially when startups stand on 
a long time and hard efforts devotion.  
 In their study, Ciarniene and Vienazindiene (2018) aimed to check the 
differences due to age in regards to flexible working hours and their 
expectations of work life balance activities.   
 Amazue and Onyishi (2016), Devi and Sheshadri (2016), and Jailaxmi 
and Gautam (2017) were interested in marital status and its impact on work 
life balance perception and achievements. 
 
4.2.2.Work Life Balance Yields  
 Recently, WLB movements are treated as a long term investment. 
Thus, there is no doubt that a minimum of three parties (employees, 
organizations and families) are getting benefit from WLB initiatives 
(Armstrong, 2006).   
 First: Employees who have work-life balance feel their objectives were 
attained inside work and at their social life. They undergoes less contradiction 
between work and non-work duties (Haar et al., 2014). In addition, they have 
higher levels of gratification either with their jobs and life, as well as lower 
levels of pressure and depression (Kaliannan et al., 2016). 
 Kumarasamy et al. (2016) findings underlined the significance of work 
life balance in avoiding many physical and psychological problems employees 
might confront.  
 Rama and Nagini (2014) found an inverse relationship between 
employees’ work life balance and burnout.  
 Second: Organizations are not away from WLB actions’ positive 
outcomes. Makabe et al. (2015) conducted their research at 3 Japanese 
hospitals and found that work life balance is an energizer not only for better 
productivity, but also for attracting and retaining qualifications, and reducing 
turnover rate especially among nursing staff.  
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 Avgar et al. (2011) examined the direct and indirect consequences of 
achieving work life balance. They deduced that work life balance in hospitals 
is critical for providing high level of patient care.  
 Kim (2014) conclusions underlined work life balance value in instilling 
positive attitudes, citizenship behavior, and organizational commitment. 
According to Kumar and Chakraborty (2013), WLB reduces workers 
absenteeism and minimizes work stoppage and delivery delay. 
 Third: Family is the third element that benefits from WLB practices. 
Sharma et al. (2016) illustrated that family requirements are accomplished in 
a satisfactory manner in terms of time devotion, efforts, and care.  
 
4.3. Emotional Intelligence and Work Life Balance  
 Many previous studies explored the relationship between persons’ 
emotional intelligence and their work life balance achievements. 
 Thorat and Dharwadkar (2016) found that EI enabled banking sector 
employees to obtain an appropriate level of work life balance.  
 Depending on a survey of 55 workers, from different ages and different 
careers, Sharma (2014) confirmed the positive link between EI and WLB.  
Srividhya and Sharmila (2014) inferred that EI skills enabled Indian 
working women to handle both family and work duties efficiently.  
 Furthermore, the findings of Kumarasamy et al. (2016) gave light on 
managers’ EI contribution in fostering employees’ work life balance. 
 Koubova and Buchko (2013) and Shylaja and Prasad (2017) agreed 
with others that achieving work life balance is not easy for employees alone; 
managers EI proficiency facilitates realizing employees conflicting feelings 
and roles; and Emotional Intelligence (EI) skills enable managers to set 
convenient strategies for attaining employees work life balance. 
 
5. STUDY’S METHODOLOGY 
5.1. Study’s Population and Sample 
 Jordanian private hospitals operating at the capital, Amman, were targeted 
as the study’s population. 6 out of 13 hospitals accepted to be part of the survey. 
300 employees working at the non-managerial level were involved and selected 
randomly from the 3 shifts, A, B, and C.  
 64.7% of them are males, while 35.3 % females. 19.5 % have a diploma 
degree, 73.2% have bachelor degree, and 7.3% have a master degree. Their work 
experiences in hospitals were as follows: 21.8 % of them have less than 3 years’ 
work experience, 39. 4% of them have 3-5 years, and 38.8% of them have more 
than 5 years’ experience.  
 They were between 25- 45 years old. 68.1% of them were married, 31.9% 
were un-married,  
 75% of the married employees had at least one child.  
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5.2. Study’s Measures and Tools 
 To collect the required information and data, the researcher depended on 
a questionnaire that contains a group of questions distributed as follows: the first 
part was related to the sampling unit’s information (gender, experience, 
education, age, marital status, and number of children). 
 However, the other two (2) parts used likert five scale of acceptance 
ranging from 1 “high disagreed” to 5 “high level of agreement”.  
 The second part contains 25 questions utilized to measure the independent 
variable (Emotional intelligence). The researcher relied on Goleman’s (1998) five 
(5) dimensions (self-awareness, self-management, self-motivation, empathy and 
social skills). Goleman stated that EI includes five dimensions and 25 sub-
competencies (Luthans, 2012). Therefore, the researcher developed 5 questions 
for each dimension.  
 The third part of the questionnaire consisted of questions employed to 
measure the dependent variable (Work life balance).   
 Referring to what was introduced in the literature and in previous studies, 
work life balance was measured using 10 questions concerning formal and 
informal supportive activities provided by managers to help employees in making 
decisions, in setting priorities, and in organizing time between family and job 
obligations.  
 300 questionnaires were distributed and returned back by hand, 14 
questionnaires weren’t, properly filled, and accordingly 286 were statistically 
analyzed.  
 
6. STATISTICAL ANALYSIS RESULTS    
6.1. Questionnaire’s Validity and Reliability  
 The researcher tested the face validity of the questionnaire, according 
to Sekaran (2003). Face validity checks the ability of the questionnaire to 
measure what is aimed to measure, and the degree to which the questionnaire 
reflects adequately the variables under considerations. For this study’s 
purpose, the questionnaire was revised by a group of instructors specialized in 
human resources management. However, based on their suggestions, the 
questionnaire was modified. 
 Meanwhile, reliability is connected with internal consistency and the 
relationship of the questions that measure each variable with each other.  
 It measures the robustness of the questionnaire and the possibility of 
getting harmonious results if the survey is repeated (Zikmund, 2003).  
 As Saunders et al. (2009) commented, there is consent that Cronbach’s 
alpha is the most used measure of internal consistency. 
 Therefore, Cronbach’s alpha was estimated for all variables. The 
results in Table 1 shows that all the values of Cronbach’s alpha are larger than 
70%. In accordance to Sekaran (2003), the tool used is reliable. 
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Table 1. Cronbach’s alpha results  
Cronbach’s alpha Variable/ s Cronbach’s alpha Variable/ s 
0.79 Empathy 0.78 Self-awareness 
0.86 Social skills 0.81 Self-management 
0.76 Work- life balance 0.84 Self-motivation 
 
6.2. The Results of Descriptive Statistics 
 Arithmetic mean and standard deviation were calculated for all 
questionnaire questions. The numbers in Table 2 exhibit the total means of 
emotional intelligence elements, presented in a descending order, and the total 
mean of WLB questions. 
 The displayed means which are all above 3 as the threshold, indicated that 
the surveyed employees view their managers as having Emotional Intelligence 
(EI) skills, and they are provided by WLB.  
Table 2. Descriptive statistics results / N= 286 
Study Variables  Number of Questions   Total Arithmetic Means  
Emotional Intelligence  
Social skills  
5 4.1769 
Empathy  5 4.1340 
Self-motivation  5 4.0937 
Self-management  5 3.7290 
Self-awareness  5 3.6300 
Work life balance initiatives  10 3.9167 
 
6.3. Testing Hypotheses  
 For testing the first and the second hypotheses, one sample t test was 
used. The rule for hypotheses’ acceptance will be as follows:  
 The hypothesis will be accepted if t sig level is less than p value which 
is 0.05, and this will be rejected in case t sig level is greater than 0.05.  
H1 Results 
Table 3. One-Sample T test for the first hypothesis 
Emotional 
Intelligence 
Elements  
Test Value = 3 
T 
Calculate
d  
D f Sig. (2-tailed) Mean 
Difference 
95% Confidence Interval of 
the Difference 
Lower Upper 
Social skills 33.920 285 .000 1.17692 1.1086 1.2452 
Empathy  34.196 285 .000 1.13403 1.0688 1.1993 
Self-motivation  26.046 285 .000 1.09371 1.0111 1.1764 
Self-management  14.188 285 .000 .72902 .6279 .8302 
Self-awareness  10.961 285 .000 .62995 .5168 .7431 
 
Table 3 shows that t sig levels of all Emotional Intelligence (EI) elements 
are less than p value 0.05, and all the calculated values of t are greater than its 
tabulated value (1.962) at 0.95 confidence, and (n-1) (285) (df) degrees of 
freedom.  
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 Relying on the above mentioned rule, the hypothesis will be accepted. 
This indicated that managers are perceived positively by their subordinates. 
 The respondents consider their managers to possess emotional intelligence 
potencies. The results in Table 2 and 3 proved that Jordanian private hospitals 
managers have sufficient level of social skills, building good relationship, and 
effective interaction with employees. They also have problem solving and 
persuading skills and a high level of empathy. They understand their employees’ 
feelings and suffering, and act with empathy to lessen the negative consequences 
of job stress. At the same time, they are able to energize themselves to achieve 
their own objectives and the organizations’ objectives, and motivate their 
employees to build up and achieve individual objectives.  
 H2 Results 
Table 4. One sample T test for the second hypothesis 
Work 
Life 
Balance  
Test Value = 3 
t D f Sig. (2-tailed) Mean 
Difference 
95% Confidence Interval of the 
Difference 
Lower Upper 
 26.312 285 .000 .91667 .8481 .9852 
 
 Table 4 demonstrates the following:  
 T sig level of work life balance initiatives = 0.000, and it is less than p 
value 0.05,  
 T calculated value (26.312) which is greater than its tabulated value at 
0.95 confidence, and 285 (df), which = 1.962. Relying on the mentioned results, 
hypothesis 2 will be accepted. The results signalized that the surveyed hospitals 
have work life balance initiatives, in terms of the application of flexible working 
hours, child care programs, provision of the necessary help to the employees to 
set their schedule, and to prioritize their duties in a satisfactory manner.  
  
 H3 Results 
 Multiple regression were calculated to test the third hypothesis. The 
decisions concerning this hypothesis results will stand on the following rules:  
 1. The model will be treated to be suitable to test the regression, and the 
relationship between the variables will be considered linear, if (F calculated) sig 
value is less than p value (0.05);  
 2. The hypothesis will be accepted if T calculated sig value is less than p 
value (0.05) (Saunders et al., 2009). 
 Table 5 exhibits the results of ANOVA, the model summary, and the 
coefficients of hypothesis 3. The table shows that the correlation value R= .501, 
which indicated that there is a moderate statistically positive association between 
managers emotional intelligence and employees perception of work life balance.   
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 R2 value = .251 according to Sekaran (2003). The value of R2 represents 
the percentage of change in the dependent variable that is explained by the 
independent variable. However, this means in the obtained result that 25.1% of 
the variation in work life balance achievement is due to managers’ emotional 
intelligence. 
 Table 5 also displays F calculated value, which = 18.732 at 0.000. This 
result articulates that the model is accepted for the regression test, and the relation 
between the two (2) main variables is linear.  
 The value of F sig (0.000) also inferred that at least one of the tested sub 
independent variables has a significant impact on employees work life balance.  
Table 5. Multiple regression results of H3 
ANOVA & Model Summary Results 
R2 R Adjusted R2 F sig F 
0.251 0.501 0.237 0.000 18.732 
  Coefficients 
T sig  T  Beta  B Independent 
Variables 
.386 .868 .324 .196 Self-awareness 
.958 -.053 -.021 -.014 Self-management 
.920 .101 .007 .006 Self-motivation 
.037 2.098 .129 .135 Empathy 
.000 3.624 .213 .214 Social  Skills 
 
 The values of t sig for Emotional Intelligence (EI) dimensions were as 
follows: Self-awareness (.386), self-management (.958), self- motivation 
(.920), empathy (.037), and social skills (0.000).  
 Depending on the previously mentioned rule, the results indicated that 
there is no statistically significant impact of self-awareness, self-management, 
and self-motivation on work life balance due to their sig values which are > 
0.05. 
 Furthermore, the results show that the two dimensions, empathy and 
social skills, both have a statistically significant impact on the work- life 
balance due to their t sig which are less than 0.05. This influence is confirmed 
by the standardized coefficient Beta values, which = 12.9% and 21.3% 
respectively. According to Nathans et al. (2012), Beta value illustrates the 
effect that each independent variable has on the dependent variable, which 
provides researchers a base for comparing between independent variables 
effect.  
  
H4 Results  
To test the fourth hypothesis, independent samples t test at 0.05 value 
was used. 
Zikmund (2003) stated that this mechanism is applied to test the 
differences of two groups’ means.  
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Taking into consideration that the degrees of freedom = n-k  
n = n1 +n2  
n1: is the sample size of group 1  
n2: is the sample size of group 2  
K = number of groups, 
For this study, they are two groups, and respondents are classified due 
to their demographic characteristics as follows:   
 1. Gender (male, female)  
2. Marital status (Married and not married)  
3. Number of children (having at least one child, and don’t have 
children)  
The decisions of testing the fourth hypothesis relied on what Sekaran 
(2003) illustrated;  “the decision of variables variances equality will depend on 
Levene's Test and specifically on F sig value if it is > (0.05).” From the other 
side, the two groups variances will be considered different (unequal) if F sig 
value < 0.05. 
On the other hand, the means of the two groups responses will be 
considered equal if t sig level is higher than p (0.05).  
First: The results of testing the differences in employees’ 
perception of work life balance initiatives due to Gender. 
Table 6 displays the results of the first demographic factor (Gender).   
The table shows males and females numbers, n1 and n2 (185, 101), in addition to the arithmetic 
means of the two groups responses (3.80, 3.98) respectively. 
Table 6. Group Statistics of Gender  
Gender N Mean Std. Deviation Std. Error Mean 
Male  
Female  
 185 3.8003 .56804 .04176 
 101 3.9802 .61193 .06089 
 
 While Table 7 displays Levene's Test for variances equality which 
encompasses the value of F (2.984) and F sig  (0.08) which is greater than 0.05, 
these values indicated that the variances of males and females responses are 
equal. 
 Table 7 also displays the results of t sig= (0.013) which is < 0.05.  
 Based on the above mentioned rule, it is inferred (means inequality) 
that there is a statistically significant difference between females and males 
perception of work life balance initiatives that are provided by their 
organizations.   
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Table 7. Independent samples t test (differences due to gender)  
Work life 
balance 
perception 
differences 
due to 
Gender  
Levene's Test 
for Equality 
of Variances 
t-test for Equality of Means 
F Sig. t df Sig. 
(2-
tailed) 
Mean 
Difference 
Std. Error 
Difference 
95% Confidence 
Interval of the 
Difference 
Lower Upper 
Equal 
variances 
assumed  
2.984 .085 2.490 284 .013 .17985 .07224 .03766 .32204 
Equal 
variances 
not 
assumed  
  
2.436 193.006 .016 .17985 .07384 .03422 .32548 
 
Second: The results of testing the differences in employees’ 
perception of work life balance initiatives due to marital status. 
Table 8 shows that 91 of the respondents are unmarried, while 195 are 
married. The table presents also the mean of the unmarried employees 
responses which = 3.9046 and the mean of married employees responses which 
= 3.985.  
 
Table 8. Group Statistics of marital status  
Marital Status N Mean Std. Deviation Std. Error Mean 
Un-
married 
Married 
 91 3.9046 .56254 .05897 
 195 
3.9853 
 
.59992 .04296 
 
According to Table 9, the value of F sig = 0.383, which is > 0.05, 
indicated that there are no differences between married and unmarried 
responses variances.  
Meanwhile, the value of t sig = .179, which is > 0.05, inferred ( means 
equality) that there are no statistically significant differences between the 
means of married and unmarried employees perception of work life balance 
initiatives.  
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Table 9. Independent samples t test (differences due to marital status) 
Work life 
balance 
perception 
differences 
due to 
marital 
status 
Levene's 
Test for 
Equality 
of 
Variances 
t-test for Equality of Means 
F Sig. t df Sig. 
(2-
tailed) 
Mean 
Difference 
Std. Error 
Difference 
95% Confidence 
Interval of the 
Difference 
Lower Upper 
Equal 
variances 
assumed  
.762 .383 1.349 284 .179 .10073 .07469 -.04628 .24775 
Equal 
variances 
not 
assumed  
  1.381  .169 .10073 .07296 -.04320 .24466 
  
Third: The results of testing the differences in employees’ 
perception of work life balance initiatives due to number of children. 
Table 10 manifests that out of the 195 married respondents, 146 have 
at least one child, while 49 have no children. 
Table 10. Group Statistics of number of children  
Number of Children  N Mean Std. Deviation Std. Error Mean 
 
At least one 
child  
146 4.0340 .61635 .05101 
No children  49 3.8527 .59898 .08557 
  
Table 11 shows equal variances of the two groups responses based on 
the value of F (sig) .195 which is > 0.05.  
 Furthermore, the value of t sig (0.074), which is > 0.05, shows that 
there are no statistically significant differences in the means of respondents’ 
perception of work life balance initiatives due to the number of children.  
Table 11. Independent samples t test (differences due to number of children) 
Work life 
balance 
perception 
differences due 
to the number 
of children 
Levene's 
Test for 
Equality of 
Variances 
t-test for Equality of Means 
F Sig. t df Sig. 
(2-
tailed) 
Mean 
Difference 
Std. Error 
Difference 
95% Confidence 
Interval of the 
Difference 
Lower Upper 
Equal variances 
assumed  
1.694 .195 -
1.794 
193 .074 -.18127 .10105 -.38058 .01804 
Equal variances 
not assumed  
  -
1.820 
 .072 -.18127 .09962 -.37935 .01681 
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7. DISCUSSION, IMPLICATIONS AND RECOMMENDATIONS   
 It was fixed that the quality of health services represents the source of 
hospitals’ success. Also, it was confirmed that the profitable continuity and 
reputation of private hospitals are based on the quality of health service which 
is associated with the most substantial aspect of human life (Health). 
Additionally, it is considered as the core competence and the mean for 
sustainable competitive advantage.   
 Therefore, hospitals are utilizing health service quality to outperform 
competitors and exceed patients’ expectations, to retain current patients, and 
to attract more of them in the future. Based on the study of Kumar and 
Chakraborty (2013), Chahal and  Mehta (2013), Kaliannan et al. (2016), Yang 
et al. (2017), Mohammad et al. (2011) and Parand et al. (2014), the above 
mentioned goals will come true, if hospitals’ management work on employees’ 
satisfaction as well as that of patients. This is particularly attributed to the fact 
that the health service doesn’t depend only on employees’ skills and their 
technical capabilities, but also on the employee's willingness to devote more 
time, efforts, emotions, and care while providing the health service to the 
patients. 
 The results of Hughes and Bozionelos (2007), Jamal (2013), Lee et al. 
(2015), Azeem and Altalhi (2015), Eid (2016), and Yadav et al. (2017) 
concluded that employees’ satisfaction is the key for extraordinary 
performance and patient’s care. However, the results of Peters et al. (2010) and 
Goodwin and Richards (2017) underlined the significance of supporting health 
care employees with work life balance actions to boost their satisfaction. 
 There is a consent that the ability of management to realize and 
empathize employees sufferings facilitates the adoption of formal work life 
balance initiatives in health care organizations. Hui-Wen et al. (2010), Salehi 
et al. (2016), Kumarasamy et al. (2016), Thorat and Dharwadkar (2016), 
Koubova and Buchko (2013), and Shylaja and Prasad (2017) illustrated that 
managers EI skills enable them to stand deeply on employees problems, 
particularly those connected with work life imbalance.  
 Accordingly, this study’s propositions is compatible with the above 
mentioned studies in terms of the magnitude of managers’ Emotional 
Intelligence (EI) and employees work life balance in work place. Also, it was 
also consistent with the results of Eid (2016) study which highlighted job 
satisfaction in Jordanian private hospitals. Mohammad et al. (2011) 
highlighted the indispensable role of leaders in upholding employees’ 
satisfaction in Jordanian hospitals. 
 Thus, this study was conducted to examine the degree to which 
employees in Jordanian private hospitals view their managers which have 
Emotional Intelligence (EI) abilities and the degree to which hospitals are 
engaged in WLB activities. The study also tried to test the impact of managers’ 
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Emotional Intelligence (EI) skills on work life balance initiatives. Finally, the 
study measured the differences in employees’ perception concerning work life 
balance initiatives due to their gender, marital status, and number of children.  
 300 employees working at non-managerial levels were involved in the 
survey, while 286 questionnaires were analyzed. Goleman (1998) employed 
five (5) dimensions (self-awareness, self-management, self-motivation, 
empathy and social skills) to measure Emotional Intelligence (EI).  
 WLB was measured through support activities implemented by health 
organizations.   
 The results of the first hypothesis show a positive perception; one 
sample t test manifested that the surveyed employees consider their managers 
to possess Emotional Intelligence (EI) abilities. In addition, they are skilled 
enough to realize and control their feelings and that of their employees, in a 
way that they create a healthy work environment. These conclusions go with 
the findings of Bedi and Kaur (2014) and Long et al. (2016). The results of 
hypothesis 2 confirmed employees’ positive perception towards work life 
balance actions too; they are convinced that Jordanian private hospitals build 
formal policies to boost their employees’ work life balance. It also provides 
them with the necessary aid to manage roles conflict and job stress.  
 The results are harmonious with the study of Avgar et al. (2011) and 
Sharma et al. (2016), in terms of hospitals and management contribution in 
helping employees to reduce the burden of the multiple responsibilities they 
have. The results also emphasized the findings of Makabe, et al. (2015) and 
Pandita and Singhal (2017). They deduced a positive link between work life 
balance, job satisfaction, and employees’ high performance and low level of 
turnover rate. Meanwhile, the results of the third hypothesis manifested 
through the value of F sig (0.000) show that there is a linear relationship 
between Emotional Intelligence (EI) dimensions and work life balance 
initiatives. On the other hand, the results of coefficients illustrate a statistically 
significant impact of just two dimensions of Emotional Intelligence (EI) 
empathy and social skills on employees work life balance.  
 The results of this study matched the results of Kumarasamy et al. 
(2016), Thorat and Dharwadkar (2016), and Shylaja and Prasad (2017). Their 
study proved the direct connection between Emotional Intelligence (EI) and 
gaining work life balance, either at the employee or at the management level.  
 The results of the fourth hypothesis manifest that there is a statistically 
differences between males and females perception of work life balance 
initiatives provided by their organizations. Some of the female respondents 
commented during the survey that Jordanian community’s culture imposes on 
women to play several roles within the family that men are not ready to do, or 
even to share for just help. At the same time, women are required to do the 
same efforts and roles within organizations as men.  
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 The above mentioned results go with the propositions of the previous 
studies conducted in other countries that females are more interested in work 
life balance practices. However, they are affected positively more than men in 
any support strategy provided by organizations. Ciarniene and Vienazindiene 
(2018) findings pointed that Lithuanian women were more sensitive than men 
in realizing the depth and benefits of flexible working practices. Emslie and 
Hunt (2009) confirmed that Scottish women suffer more in their working life 
than men, and they asked for a broader range of supporting initiatives than 
males.  
  Fujimoto et al. (2013) concluded that Australian working women are 
more interested than men in working life balance strategies. Kakkar and 
Bhandari (2016) and Doble and Supriya (2010) results disclose that Indian 
female workers, regardless of their managerial position, are more convenient 
of work life balance when compared to males. Rehman and Azam (2012) 
remarked that Pakistanis female entrepreneurs’ needs for work life balance 
activities are more critical than those for men. Padmasiri and Mahalekamge 
(2016) revealed the same of the female academic staff in Sililanka.  
 This study also found that there are no differences of respondents’ 
perception of work life balance initiatives provided by their organizations due 
to their marital status  
 The results match what Amazue, and Onyishi (2016) inferred that 
marital status is not a predictor of wok life balance. 
 Some of the respondents mentioned that even though they are not 
married, they have responsibilities towards the big family: they are taking care 
of their old parents or relatives. The same can be inferred when it comes to 
number of children. Those who are married and don’t have children are also 
devoting part of their time and efforts for their relatives.  
 Meanwhile, the results didn’t go with Jailaxmi and Gautam (2017) 
results who found an impact of marital status on work life balance. Devi and 
Sheshadri (2016) also revealed that marital status impact employees ability to 
get work life balance and their perception of the support practices provided by 
their organizations.  
 Thus, the results of the study didn’t go with the study of Devi and 
Sheshadri (2016). They proved a positive relationship between Number of 
children and the need of work life balance practices within organizations, 
especially when it comes to flexible working hours and child care faculties.  
 
The Study’s Implications  
 The study underlined the significance of Work life balance in 
organizations, and tried to highlight the influence of work life balance on 
employees’ satisfaction as well as on their performance. 
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 The study also confirmed the magnitude of emotional intelligence in 
organizations, and the contribution Emotional Intelligence (EI) skills can have 
in creating balanced work environment.    
 
Recommendations 
 Based on the study’s results, it is better for private hospitals to have 
formal work life balance polices that are imbedded in their organizational 
culture. This would help them to be part of the daily routine activities.  
 Most of the previous research findings confirmed the value of 
Emotional Intelligence (EI) skills for employees too and not just for managers. 
As a result, it was recommended to engage employees in training courses to 
deepen their knowledge of emotional intelligence and to clarify some details 
related to understanding the working conditions and the psychological aspects 
of others. It is also recommended that employees should be taught on how to 
deal rationally with the difficult working conditions. 
 It is better to provide employees with training courses that help them 
to reduce the negative effects of job stress and to teach them how to handle 
successfully the critical situations they face while working in the hospital. 
 The researcher recommends giving more attention to working women 
problems with full understanding of the multiple roles and responsibilities they 
have. It also provides them with convenient support to alleviate the burdens 
they suffer. 
 For future research, other satisfaction factors than work life balance can 
be taken into consideration. Either in public or private hospitals, work life 
balance facilitators can be studied in other sectors than the health sector.   
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